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Abstract
The escalating success of coaching and the significant potential it holds as a vehicle for effective learning for individuals and 
groups appear to have had little impact within educational contexts to date. In response, this paper therefore presents an 
introduction to coaching practice and its principle and outcomes and examines its processes through a discussion of adult 
learning theory and comparing the principle of this theory with coaching principle and frameworks. In doing so, it demonstrates
the learning value inherent within the coaching framework and challenges educators to consider its potential as a model for 
active, collaborative, authentic and engaging learning for adult.
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1. Introduction
Learning, creativity and innovation are fundamental instruction for all educational institutions. One of the most
important challenges that students are faced is how they can transfer knowledge into skill. Learning is a very well-
known topic in psychology today. It has been said that learning is the most hopeful of the fields of psychology [1].
Educational psychologists are concerned with the use of psychology to increase the effectiveness of the learning
experience, including facilities, curriculum, teaching techniques, and student problems. In the other hand we face
with different cognitive and behavioral educational theories in the educational field. Learning theorists use scientific
method in exploring learning process, but they are different in assumptions, principles, purposes and their methods.
Generally each approach is trying to provide a model for boosting the quality of education.
Method such as mentoring and coaching as modern approaches are up to
ability and competency [2]
[3]. Inter alia coaching as a target-oriented approach due to integrating of different views into an operational one is 
ideal for present century and it has been shown that it will be effective in converting knowledge to skill and will
lead to transformative learning if it is used efficiently[4]. In summary, what clients consistently derive from a
coaching experience includes: heightened self-awareness, self-acceptance and a sense of well-being; improved goal-
setting and goal attainment, life balance and lower stress levels; increased self-discovery, self-confidence and self-
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expression; better communication and problem-solving skills; enhanced quality of life; and, changed and broader 
perspectives and insight [5]. Therefore, such outcomes, is only made possible through a process of learning. The 
International Coach Federation (ICF), which is self-described as the voice of the global coaching profession, 
 [6]. As ICF explained within 
 competency, it is the responsibility of coaches to facilitate the development of goals and the designing of 
actions which lead to the achievement of these goals. Coaching profession is strongly grounded in sound academic 
and scholarly theories that preceded it, and it will be strengthened by the validation of theories and evidence-based 
research as we move forward. These days a theoretical framework for coaching was developed but still it requires 
more research to improve. This is interesting given the fact that many coaches and coaching manuals use techniques 
which borrowed psychological theories almost without realizing their rootedness. Zeus and Skiffington [7] said that 
without understanding learning theories coaching practice hangs in a theoretical abyss . Therefore this paper 
outlines the potential significance of adult learning theory, and its impact on developing effective coaching practice 
and how it provides an environment to improve learning. The purpose of this article is demonstrating contribution of 
coaching with adult learning theory. Therefore I am going to brief review of coaching and its outcomes and examine 
its processes through a discussion of adult learning theory and comparing this theory with coaching principle and 
frameworks and introduce a combine teacher-coach-student coaching model as a useful supportive model for all 
educational institutions. 
2. Ease of use 
Numerous coaching texts refer to the implicit nature of learning in coaching field which paves the way for the 
achievement of goals and manifestation of change [5], [8], [9], [10]. Coaching can be especially productive for 
teachers, who benefit from regular, sustained, and personalized interactions with others around their practice [11]. 
Coaching has been shown to have a positive effect on student achievement in a large-scale evaluation of early 
literacy learning [12]. 
[13]. He 
 Olivero, Bane, and Kopelman found that training followed by one-to-
one coaching significantly increased productivity compared to training alone [14]. Joyce et al demonstrated that 
student achievement increased when coaching was part of a professional development program. Lyons and Pinnell 
[12] found a connection between literacy coaching and increased achievement in reading and writing. Norton [12] 
reported positive results of the statewide Alabama Reading Initiative (ARI) which includes a strong literacy 
coaching component on students. He reported that coaching led to a significant improvement in student test 
scores.in addition as a result of Lapp, Fisher, Flood, & Frey research [12], student literacy achievement increased 
markedly during, reading specialists provided half-time peer coaching and half-time student tutoring program.  
3. Method 
Basing the study on the perspective of coaches, a field hitherto un-chartered, called for a qualitative research 
framework [15]. The scholarly coaching literature has advanced considerably in the past decade. However, a review 
of the existing knowledge base suggests that coaching practice and research remains relatively uninformed by 
relevant psychological theory [16]. This paper briefly reviews the coaching process. It addresses adult learning 
theory that use in the coaching method, as well. The psychology of learning literature and associated fields of study 
are used to facilitate this including the relevant coaching literature. The literature is also supported by the use of my 
own experience of using coaching techniques over the last 3 years and of the anecdotal experiences of other coaches 
who have either trained me. Most of the research about coaching presented in this article, has been presented as 
thesis, dissertation, papers or posters at academic conferences, or wrote by authors who are certified with ICF which 
is professional organization and the largest worldwide resource for professional coaches. 
4. Coaching 
Coaching includes lots of principles from sports coaching, like teamwork, motivating and going for the goals, it 
is the experience and knowledge of the individual or team that determines the direction. Additionally, professional 
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coaching, is fundamentally concerned with the enhancement of human functioning, achieved through the 
improvement of cognitive, emotional and behavioral self-regulation [16] and it is unlike athletic development, does 
not focus on behaviors that are being executed poorly or incorrectly. Instead, the focus is on identifying opportunity 
for development based on individual strengths and capabilities. Coaching integrates knowledge, tools and skills 
from other fields like psychology, management, philosophy, social science as well as its proclivity for innovation. In 
turn the profession of psychology stands to make a significant contribution to the conceptual understanding and 
practice of coaching [17].ICF's definition of coaching is "partnering with clients in a thought-provoking and creative 
process that inspires them to maximize their personal and professional potential." Douglas & McCauley mentioned 
that, the aim of coaching is sustained cognitive, emotional and behavioral changes which facilitates goal attainment 
and performance enhancement [18]. As it is obvious the aim noticed elements of learning which Kimble defined 
learning as permanent change in behavior or behavior potentiality that occurs as a result of experience  [19]. On the 
other hand Douglas & McCauley considered cognitive and emotional changes which are considered in cognitive 
learning.There is so many definition of coaching which has been tried to explain it. In turn the most precise one 
which cover coaching proficiencies and explain its context and concept briefly shows in  [14]: 
Coaching is a collaborative, solution-focused, result-orientated systematic process, used with normal, non-clinical 
various domains and fosters self-directed learning, personal g  
Mentoring and often teaching are characterized by an expert-novice relationship, both technical and empirical 
coaching literature emphasize the existence of an equal partnership between coach and client [3], [5], [14]. In 
the coachee's area of learning, 
[14]
[20].  
individual and groups tell their problem story in a way that reframes the presenting problem as being solvable and 
collaborative relationship in which the coach has permission to hold the client accountable for proposed action steps 
[21]. Indeed, Lyubomirsky, et al. found that dysphoric self-reflection is characterized by a focus on the negative 
emotional aspects of personal problems rather than a constructive problem-solving approach [22]. Thus, such 
individuals lack the skills or resources to move from self-reflection through to action and insight. Coaching promote 
problem solving skill in coachee which step to a) define and understanding problem, b) searching for solution, c) 
choose and implementing a solution, and d) evaluating result [14]. 
 As Grant [14].noticed
n the coach helps client to define a mid-term goal either intrinsic 
goals (e.g.: managing and dealing with emotions, promote intuition, identifying preference, increasing self-
confidence and self-acceptance, etc.) or extrinsic goals (e.g.: determining vision, defining mission, prioritizing 
actions, finding a new ways, etc.), which is facilitate reaching the main goal. He/she utilizes various methods of 
, by 
maintenance, support structures and constructive evaluation and feedback complete the coaching cycle in the 
achievement of goals [5].  
5. Adult learning theory 
Malcolm Knowles [23] is the theorist who brought the concept of adult learning as andragogy which defined it as 
-centered, 
experience based, and collaborative relationship. Carl Rogers has developed the theory of facilitative learning. The 
basic premise of this theory is that learning will occur by the educator acting as a facilitator that is by establishing an 
atmosphere in which learners feel comfortable to consider new ideas and are not threatened by external factors [23]. 
He demonstrated active listening, accompanied by unconditional positive regard, supports clients in making 
tremendous positive changes. eory,  main competencies are building rapport, active 
listening, ask powerful questions, positive feedback, encourage the choachee in order to help coachee to establish 
SMART (specific, measurable, achievable, realistic, timed) goals as well as mobilizing the their inner resources for 
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the purpose of enhancing performance or personal development [24]. Coaches listen in unique ways that support the 
goals of the coaching relationship and maximize opportunities for achieving those goals [25] sk 
internal 
needs and value  coaches identify value, 
and motivational words as well as goals and opportunities in order to reinforce them during coaching process. 
Principles of adult learning theory are:  
5.1.  Adults need to know why they have to learn something. 
Working with adults as collaborative partners for learning satisfies their need to know what they will be learn, as 
well as identifying why that is important to them. Therefore, the agenda always belongs to the coachee, and the 
agenda is carefully negotiated in order to find the value, beliefs and needs which stand within. Thus, this 
clarification leads them to commitment and tolerating during learning process. Coaches use logical level of learning 
. Dilts presents the model as a pyramid style hierarchy where each 
level is a category or set that contains the level directly below those are Environment (at the bottom level), 
Behaviors, Capability, Beliefs and Values,  and Sprit which means our connection with others and a 
collection of identities (at the top level). It could also be said that a higher level cannot develop without the 
immediate level below. Change in a higher level tends to have more effect on the lower levels than vice versa. In 
turn a coach help the coachee simulate his/her journey as well as find the main reason of learning and its impact on 
his/her identity and sprit. In turn he/she can modify the goal based on his/her ideal self.  
5.2.  Adults are self-directed learners. 
 As a person matures, they become a more self-directed, autonomous human being [23]. Nevertheless, adult 
learning tends to be facilitated rather than directed: adults want to be treated as equals and shown respect both for 
what they know and how they prefer to learn. As the client sets the agenda and the relationship is a designed alliance 
[3], this approach is respected relationship. This also explains person centered coaching which include specific 
feedback that is free of evaluative or judgmental opinions are a key feature of coaching. Coaches help people 
through their desire and direct which suits to t
At the heart of the coaching discovery process are answers to simple, powerful 
questions. Coaching is a technique that uses powerful questions to facilitate coachees finding their own answers 
[28]. The interesting thing about a question is that it automatically causes us to start looking [3]. Coaches ask 
questions rather than give answers, because questions lead to learning and answers may not [24]. They have to use 
the skill of asking divergent, or 
open-ended, questions is fundamental in the development of comprehension and creativity; Coaches ask open ended 
questions rather -
and enthusiasm and make them to explore and choose their direction. 
5.3. Adults have a lot of experience. 
 A mature person life is full of a mass of experience, information, and resources. Given the assumption that past 
behavior is often a strong indicator of potential future behavior, it may arguably appear conceptually and practically
flawed to approach the developmental process within the coaching
development experiences and perceptions to date. This can be expected to maximize the effectiveness of both the 
outcomes [17]. Coaches recognize these experiences 
have a very important impact on their learning. However, as well as being a source of new learning, experience can 
also act as a gatekeeper, reinforcing mental models and schemas. Therefore, the unlearning process is as important 
as the learning process. The coach is very well placed to challenge coachees' assumptions in relation to new 
learning. Basic fundamental Assumption in coaching is, clients are naturally creative, resourceful, and whole [3] and 
they are not empty vessels. T [29], Coaching addresses 
the whole person past, present, and future [29] and the coaches role is elicit their experience and help them to use 
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their creativity in order to reframe them into current issue and integrate previous experience with new ones. As 
Mezirow noticed 
[30]. Coaching is an 
intervention specifically designed to create change by opening up a client to new perspectives or learning 
[3][31][32]. Therefore, Coaches use 
 in order to lead to perspective transformation to 
provide deep learning [33].  
5.4. Adults learn when they have a need to learn. 
 Adults generally become ready to learn when their life situation creates a need to know, understand, cope with a 
life situation, or perform a task. The more the coach can anticipate and understand the client's life situation and 
respond to readiness for coaching.  [20]. Thus, client-
oriented coaching also reacts to the coachee´s environment, to his doubts, his needs and hopes [34]. Coachees meet 
coaches because they need to fill the gap between current and desired situation. Thus, a coaching relationship 
- On the other hand coaching 
relationship respond to basic human psychological needs of autonomy, relatedness, and competency that Hannah 
mentioned based on self-determination theory which these three needs must be met in order to facilitate 
psychological courage and value-based actions [35]. 
5.5.  Adults are relevancy-oriented Instead of being interested in knowledge for its own sake. 
 Adult frequently seek immediate application of what they learn and are oriented to problem solving. As we 
discuss before, coaches do not seek facts about the problem, but rather look for qualitative information about the 
uniqueness of the situation and the purposes of the individuals served by the solution. Thus, coaching as a solution 
focus approach help clients to reach their solution without analyzing the problem and guide them to act as soon as it 
is possible and its relationship help avoid Postponement. Clients learn best when there is a need to address a 
pressing issue to find. The coach role is help the clients clarify their needs and work on immediate solution, as well 
as longer term, developmental issues.  
5.6.  Adults are internally motivated.  
They are generally more motivated towards learning that helps them to solve problems as they see them, or that 
results in 'internal payoffs' (self-esteem, quality of life, societal interests)[23]. This does not mean that external 
motivators, such as requests or encouragement from the line manager, do not have relevance, but rather internal 
needs and values are more powerful motivators. The coach's role then is to help provide the sense of connection 
between the client's needs, values, and the results of the coaching. Thus, coaches focus on desired identity, ideal 
self, and engage in social communication based on their values and lead them to change quality of life.  
5.7. -evaluate in learning process. 
 Coaching promote self-evaluating skill in client and Coaches always use scaling questions before, during and 
after every single session, in order to help coachees to evaluate themselves. At the beginning coaches ask client to 
define exact suitable situation as high degree (e.g.: 10), exact unsuitable situation as low degree (e.g.: 10), then they 
ask them to scale current situation and ask them to define actions which they can evaluate themselves in higher 
degree.  
From this comparison the elements of coaching can be seen to reflect the principles of andragogy And as Cox 
noticed Andragogy has reached its zenith with the advent of coaching as a learning approach [36]. 
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6. Teacher-coach-student coaching model 
Currently in formal educational institution (e.g.: schools, colleges and universities), teachers present the 
curriculum which set down by a regulatory board, and students have to learn, and repeats the lessons without any 
tangible prospects of outcomes or deep understanding of lessons and materials. In addition, teachers are frequently 
set performance management targets that are embedded in this complexity, and while targets help to focus attention 
they rarely act as the means for improving practice. On the other hand lack of inquiry-based learning makes students 
dependent, irresponsible and unskilled. In suggesting a combined teacher-coach-student model, a shift in 
educational approach is required. Teacher-coach-student model for learning in which, could 
personal vision, and goals related to content and lessons, encourage them to achieve and commit to outcomes which 
is promote their academic competency. This model contains: 
6.1. One-on-one skill coaching which provides a means to reduce teacher isolation and to improve teacher efficacy 
 
[37]  
6.2.  Educational group coaching for students that facilitated group process lead by a professional coach and 
created with the intention of maximizing the combined energy, experience and wisdom of students who engaged in 
order to achieve educational objectives and their educational goals related to their ideal missioned profession. 
6.3. Team coaching for students and their teacher as a direct interaction with them (as a team intended to help them 
make coordinated and task-appropriate use of their collective resources in integrating and gaining the educational 
skills. 
7. Conclusion 
Coaching cover adult learning theory  Therefore, 
teacher-coach-student coaching model is a powerful enriched model promote teachers efficiency by inspiring and 
supporting teaching style and communication skill with student as well as inspire students to be engaged in their 
lessons actively, thereby providing an authentic learning framework which is contain interactive, flexible, inquiry-
based teaching-learning. Therefore it will be caused meaningful deep learning which can help them to provide a 
skill based knowledge which would bring alive through a transformational learning-alliance between teacher, and 
students. 
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